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Civilian Personnel

EQUAL EMPLOYMENT OPPORTUNITY (EEQ) AND AFFIRMATIVE EMPLOYMENT PRO-
GRAMS (AEP)

This regulation establishes the Equal Employment Opportunity (EEO) and Affirmative Employment Programs (AEP)
to implement federal law in promoting equal opportunity for civilian employees regardless of race, color, religion,
sex, age, national origin or handicapping condition. It provides the Air Force policy on how the AEP is organized
mdhowpmgnmpenonnelmdeumtedandcommltwummbluhed. It requires commanders to take
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‘Plan (AEPP). This publication applies to all employees paid from appropriated and nonappropriated funds except

non-US citizens employed outside the United States and applies to Air National Guard and Air Force Reserve
members covered under Title 5. The information contained in this document is needed by commanders, central civil-
ian personnel offices (CCPO), mmmandmpervum:nalllcveh,mdemployeu. Sce AFRs 40-1613 for informa-

litl;n on discrimination comnlaint nnnceceine AN far additianal infarmation on afirmative action far handicanaad
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persons, and 40-300 for information on the AEP. This regulation is subject to the Privacy Act of 1974. The system
ofrecordsrequiredbythi:remﬂaﬁonisOﬂceofPu‘onnd Management (OPM)/Government 7, 5l‘I;S.C. 7201.
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1. Specific Authority. This regulation inplements the
following public laws, executive orders, and: Department
of Defense (DOD) directives:

a. Executive Order 11478, as amended.

b. Section 717 of Title VII of the Civil Rights Act of
1964 as amended by the EEO Act of 1972 (Public Law
92-261).

¢. Reorganization Plan No. 1 of 1978.

d. Age Discrimination in Employment Act of 1967
(Public Law 90-202) as amended.

¢. Rules and Regulations of the Equal Employment

"Supersedes AFR 40-713, 15 June 1982. (See signature
page for summary of changes.)
No. of Printed Pages: 7
OPR: DPCS (Mr. Ronald R. Guillen) ,
Approved by: Mr. P. L. Schittulli =/~
Writer—-Editor: Novella S. Hill
Distribution: F;X (Controlled by OPR)

Opportunity Commission, 29 CFR 1613.

f. FedunlWommstmwithlnmeDODDirec-
tive (DODD) 1450.1. ©

g Presidential Sixteen Point Program for Spanish
Speaking Americans, November 1970.

k. Section 310, Civil Service Reform Act, 5 U.S.C.
7201 (otherwise known as the Garcia Amendment).

t. Federal Equal Oppotmmty Recruitment Program,
5 CFR T720.

J. Section 502, Rchabilitation Act of 1973 (29 USC.
7912).

k. Section 403, The Victnam Veterans Readjustment
Act of 1974 (Public Law 93-508).

L DODD 1450.1, 25 July 198S.

2. Policy Statements:

s. Federal Policy. Under Executive Order 11478, it is
the policy of the Government of the United States to
provide equal opportunity in federal employment for all
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persons. to prohibit discrimination in employment

beumeo(nce.color rdigion,sex.nanonﬂmn.age
or handicapping condition, and to promote the full reali-
zation of EEO through a continuing affirmative action
program in each executive department and agency.
Under Federal Personnel Manual Chapter 720 end Egqual
Em Opportunity Commission Regulations, 29
CFR 1613, which implement thia program, each execu-
tive department or agency must promote and maintain
foll realization of EEO through a positive, continving
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AgeDiocﬁmmhoanovernmentActofl%?to
include federal government employees, federal agencies
will cnsure that all personnel actions affecting employees
or applicants are free from discrimination due to age.
®. Air Forcs Foiicy. The Air Foice recognizes and
supports the principles of EEO. Air Force managers
and supervisors are responsible for effecting these princi-
ples through personnel management decisions and for
making EEO considerations an mtezral part of the
managemeni process. it is Air Force policy that toiai
maumtbeammphbedmammthn

uyfotantpphcnnumdunphyesregudleuofﬁnt
race, color, religion, age, sex, national origin, or bandi-
capping condition. The Air Force AEP is designed to

facilitate opportunities for the employment and advance-
m!mtdnnderrmmtadmn_r_n-mﬂmqum
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remove artificial barriers in personnel systems and prac-
tices, and eliminate discrimination by act or inference
Responsibility for implementation of Air Force policy is
shared by management persounel at all levels and desig-
nated AED officials, The AEP iz designed
that:

(1) - All personnel actions and employment practices
are based solely on merit and fitness.

@) Allfldliﬁel., activities, and services operated

her  aevcmaseed PSP PR I I_. e Ale B‘“‘
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mined by race, color, religion, age, sex, national origin,
or handicapping condition. They will be made available
‘o eligible personnel on an equal basis.

() The Air Porce comtinucs io sesk out and
sorrect or climinate any personnel management policy,
procedure, or practice that may result in any advantage
n employment or deny equality of opportunity to any
group or individual on the basis of race, color, religion,
“, a..-e. - 0 e  § Gl-:lsul, ofF 22 2 e e 9%l

(4) Reasonable accommodation will be made to
‘eligious needs of employees, including those who
MvetbeSablmhouadayothutthundaywhen
uwhchanmmbemade(bym:ﬁn;hve,cbmong
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Force mission.

o) Rmbletcoommodahouwﬂlhemadewthe
thysical and mental handicaps of otherwise qualified
mployees or applicants for employment when these
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accommodations can be made without undue hardship
on the Air Force mission.

(6) The skills of Air Force employees will be used
to the fullest possible extent. Underutilized employees
willbeidenunedmd,wtbeextmtpossible,wmbepro-

vidad with \nmr‘nnn onnartumitias in concert with mie.
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sion requirements and commensurate with their knowl-
edges, skills, and abilities.

3. Terms Explained:
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the central civilisn personnel office (CCPO) is sssigned
or to whom appointing authority is delegated.

b. Affirmative Employmest Program (AEP). A pro-
gmmofpoauvemmmpetmeladxmmmnon
and managemeni maiicrs, inciuding recruitment, empioy-
ment and promotion, designed to eliminate the under-
representation of women, minorities and the handi-
mppedthmghremovalofbnmetsmdmﬁtuuonof
corrective measures. o
Po:malplmdcvelnpedandtmplemmtedatthemmh
tion level and consclidated by major commands

(MAJCOM) to identify \mMepruentation of minori-
ties, women, disabled persouns, including disabled
veterans; and to establish plans and objectives to elim-

inate the underrepresentation.
a Ab?mmgk_d_hh!-_gg'"“_

#ty. Official designated by the Secretary of the Air
Force to establish overall equal employment opportunity
(EEO) policy.

e. Chief, M&nploy-ut. Official designated

-Q fh inatallatine maine Amammand MA 'mm and HO
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USAF to develop, eoou'dmlu. and mainhm the
Afirmative Employment Program (AEP).

1. Employee. A civilisn employed by any Air Force
activity who is paid from either appropriated or nonap-

mmmen e bmed Broseda amoaand e P10 Aleimame memeoblrcrad Ao
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side the United States.

¢ Equal Employment Opporturity Commission
(EEOC). The federal agency which oversees the pro-
mtommeqmloppoﬂnmtywithmthefedenl
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Boveinmicui ana ihe & ucvcluptnem. and unpxuuun
federal agency Afirmative Employment Program Plans.
k. Equal Employment Opportupity (EEO) Program. A
program to ensure compliance with the law; to ensure
BEO; and to climinate dhcnmmation in Air Force

— o fA oA PR PPN s ~ ‘,A__AJ %4
and training based on race, color, religion, sex, national
origin, handicapping condition, or age.

f. Federal Equal o”mmuy Recruitment Program
(FEORP). A program that requires agencies to deter-
mine if minorities and women are underrepresenied in
the installation work force and, where underrepresenta-
tion exists, to implement a formal plan with specific
recruitment actions to ensure incressed availability of
minority and women candidates. Within the Air Force,
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FEORP Plan requiremenis are incorporated inio the
Affirmative Employment Program Plans.

command (MAJCOM) as used in this document refers to
MAJCOMs and comparable organizations to which s
Directorate of Civilian Personnel or a central civilian

personnel office is assigned.
k. Minowitey Groun Memhers. Those grouns classified

B Themweae] Wawmp srewemawnws - owew gge wepe Soem——e—

as “minority” for the purpose of data collection by the

Office of Personnel Managemeat (OPM) and Equal /7~

Employment Opportunity Commission in furtherance of
federal ecqual employment opportunities policies.

'M‘lll‘.' are hlanka MHisnanire A sian Amarican and
w’_‘m

BAG VISALAD; 3 & RAAEA FYSREE  PIRINS

PnﬁcmudemmdAmamnlndmeAm
Natives.
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Aﬁrmanve Employment Program pertaining to the
vnique and special concerns in the employment and the

those appoinied on a coiisiersi duiy bssis will serve &
minimum of 20 percent of official duty time in perform-
ing Special Emphasis Program (SEF) duties.

m. Uniform Guidelines on Employee Selection Pro-
cedures. A program designed to ensure that all selection
job interviews are related only to performance of the
dnmnnfﬂmnmmmnndonmnedvqalecﬁmm

which advcrsely impact minorities nd women.

4. Fusctional Location of the Air Force AEP. The AEP
fanction is organizationally located in the civilian per-

mn.! ﬁmnﬁm at all lawvale m Q‘\. Air Roarrs Thie
uRCGon 8
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facets of the persomnel program. Although the recruit-
ment mechanisms for achieving AEP objectives are pri-
mrily‘nthmthedvihmpemnnelfnncum.thempon

ahilRew fre arnconnbobhoaent AFf aencecans abhientivees
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with Air Force mansgement. Elimination of under-
representation and achievement of other program objec-
tives are realized through management decisions in such
matters as selections for filling jobs, promotions, train-

ing, awards, and position restructuring. Thcwmmy
commander hss overall responsibility for EEO and

TYS=Se SSSp———————,

afirmative employment.

m-_-:_”®AE‘PPWﬂInMn. Each Air

organization which has a CCPO assigned is
required to develop an AEPP according to Air Force
guidelines which covers all serviced employees, includ-
ing employees of tenant organizations. -Development
and implementation of the AEPP are a cooperative
effort of designated affirmative employment officials and

manaosmant nasensnal ﬂm-nm nlame e e
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developed at installations where organizations (tenmant
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sufficient numbers of employees to permit meaningful
calculations. The activity commander is responsible for
theachievemmtofABPPobjecﬁvamdwnﬂappmvc
the overall installation AEPP. Progtun in meetmg
objectives wili be monitored by each orgumuuon,
installation, and MAJCOM not less frequently than
ausarterly.

= - "

@Rupoldbmﬂn of Activity Commanders. Activity
commanders will assume overall program management
responsibility including:

a Praovidine ‘.-A-nhm in setahlichmeant and enfoece.
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mentofpoﬁcynppmﬂng&rl‘orceaﬂrmaﬁve employ-
ment cfforts. New commanders will issue a letter of
support for the AEP within 90 days of assuming com-
mand.

| N Pannmime that wmeacicacces allfocte o
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a. Membership. The activity commander will desig-
nate members to the EEO committee by letter. The
noammittas will Aanneiet of pe."'"-"-" mamhere. whn

serve by virtue of their position; and special members, to
include supervisors, key management officials and work
force representatives, who are appointed by name.
chmmndvu of community groups will also be

temeritad 4 attanmd REMN coamemitteasn and enhranommiites
SBVEWAL AW/ SBMAARSE AMAS VARLIIWNAS SR SUNAATLILLILINAEAS

meetings, especially when the agenda concerns commun-
ity affairs.

psc-t () Permanent membership of the committee will

include the activity commander, or his or her designee;

the Civilian Personnel Officer; Chief EEO Coumselor;
Chief, Affirmative Pxnnl{nnnent- the ll‘nnnﬁic Emnlav.

[g L lpit oy f-] ———Yrwd

mentPrognnMamyr(HEl’M);theFedenlWoml
Program Manager (FWPM); the Black Employment
Program Masuager (BEPM); the Handicapped Individu-
als Program Manager (HIPM); and other SEPMs. The
_-,:,,mﬂ_"ﬂmﬁn nr'l"ﬂ.nm -M t‘\- M“1_
unpmneloﬂeermnmveuoochairpem

(2) The activity commander will review appoint-
ments at least annually to determine whether to extend

tennre of special members.
amen D T DON el facat omas
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terly; formal minutes will be prepared for the activity
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commander’s signature.
b. Primary Functions of the EEO Committee:

(1) Review discrimination compiaint activity to
amalyze, identify, and recommend actions to enhance
employment policies and practices.

(2) Review trends in personnel actions, to identify
if personnel administration and management practices,
which may have an adverse impact on any protected

grougp.

Q) Momitor minoritvy woman and handicannad
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recruitment cfforts to ensure identification of all possible
recruitment sources.

{(4) Recommend corrective actions to be taken by
appropriate officials when adverse trends and artificial

hoavmava ava sdaneflad
USLIIGID &% NICLILLCY.

(5) Review organizational inputs to AEPPs for

AFR 40-713 20 Jane 1986

a. The Director of Civilian Personnel at HQ USAF
and each MAJOOM and the installation civilian person-
nel officer will accomplish the foilowing:

(1) Appoint a Chief, Affirmative Employment; an
FWPM: an HEPM: a BEPM; an HIPM, and other
SEPMs as determined necessary. At the installation
level, each of the duties should be assigned to a different
employee. At MAJCOM and HQ USAF level, SEPM
duties will normally be assigned to Personnel Specialists

within the Directorate of Civilian Personnel

i GAAERIN e

(2) Coordinate program policies with military per-
sonnel officials on issues of mutual concern.

(3) Ensure that affirmative employment programs,
including AEPPs, meet regulatory and technical require-
amrammbe smd ama mlee detmncestod Stm sho sasal

allfarnddes.
IS &00 alc CucCuvisy UIWREIailco Mo ik Wil pea-

sonnel management process.

adequacy, and assess progress toward achieving AEPP A;s(.(G) Brief the activity commander at installation

objecﬁvetatleutquﬂaiy.includingmwewofmmn-
ctldanmworkforeeoompoﬁﬁon.

_ ewwmwn_  _

hvd.ulustqunterly.onpmpa:inmeeﬁnsprom
objeodva.ehh:ﬁono(‘ms,mdsm

{0} Wmmmmmmﬁ.fgc-‘v mmwmmwmgmu-ume,

assist in planning and executing SEP activities.

(M Recommend appropriate activities to support
and enhmee observances such as Hispanic !{eritase
Week, Black History Month, Women's History Week,
and similar base-wide activities.

(8) Establish subcommiittees as necessary to car-
rvont the obiectives of the committes,

S T=s oY SRS Y e O

twuu of s-permon and Managers.
Managers and supervisors at all organirational levels
(base, MAJCOM, and Air Staff) will:

a pnan“ Qk-t all smelavesse and annlicante fas
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employment are treated in a manner free of discrimina-
tion in all aspects of the employment relationship.

b. Maintsin awareness of the intent and requirements
of AEPPs.

Peorestorn dhat ccmclocccce ace cccccce wff ccmd Lhacea

s.mwvuutmplvyu:ln:lmmmmvc
access to AEPPy.

d EmmthatEBOpﬂndplesminmwdmme
personnel management process and that EEO principles
amoonnduedinanploymentdeasiommhnpmmo—
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nel management actions.
ook Sﬂpmlndawmdmmitynoup.womensmd
hndiappedpmgmmmvmumchucommunhyreh
gicmactiviﬁa,meeﬁng, workshops, conferences, and

f. Participate in self-cvaluation of affirmative employ-
ment accomplishments, including reviews in compliance
with AFR 40-5.

!g. Monitor accomplishment of EEO and AEP objec-
oves.

h. Promulgate appropriate policy statements.

9. Respousibilitics of Directors of Clvilism Persoanel,
Civilian - Perionnel Officers, and Chiefs, AfMrmative

part-ime, or collateral duty, are adequately trained in
personael management and administration. Training

T T e e it RS i anasaas

may include formal classroom training, on-the-job expo-
sure to personnel operations, and rotational assignment

to functions within the CCPO.

b. The Chief of Aflirmative Employment is responsi-
ble to the Director of Civilian Persommel, HQ USAF,
and will:

(1) Serve as Chief, Staffing, Development and
EEO.
(2) Interpret Air Force afirmative employment

mnlinias and swennednens
PULIACS RGU PiUCUGITS.

(3) Develop program guidance for MAJCOMs to
ensure a results-oriented AEP.

(4) Provide guidance to MAJCOMs to ensure
results-griented SEPs.

F8Y D28 2B Zact—rosloace aod cocdie o
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requirements to Air Force activities and staff advice and
assistance to HQ USAF officials on AEP activities.

(6) Coordinate policies and procedures with func-
dondmmuHQUSAmemmﬁmof

" (7) Evaluate the Air Force AEP to ensure comphi-
ance with the intent of public laws, executive orders,
DODDs and applicable Air Force regulations.

(8) Maintain contact with appropriate officials of
national minority, women’s and handicapped individuali’s
groups to maintain awareness of expectations and con-
cerns and develop appropriate Air Force policy.

e. MAJCOM Chief, Afirmative Employment, is
responsible to the Command - Director of Civilian Per-
sonnel and will accomplish the following:

(1) Eansure that adequate resources are available
throughout the command to e_ﬂ'n:ﬁvelv manage the
AEP

(2) Provide guidance to msulhtiom on AEPPs,

analyze installation AEPPs for adequacy, mdevalulc
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remaniidatae Srnatalfatiie camn.
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fion Teports.
(3) Serve as responsible official for preparation of
the MAJCOM consolidated AEPP in conjunction with
SEPMs and other staff members.
(4) Provide guidance to and ensure support of
SEP
(5) Plan and implement, in coordination with other
stafl’ offices, initiatives to eliminate underrcpresentation,
including FEORP and Upward Mobility, and special
appointment authorities for the handicapped.
(6) Maintain contact with officials of appropriate
minority, women’s and handmpped individual’s groups.

Amhl\ Noeita rarnswe nf M-".Mn Aﬂpl

™
with\;:-mcular emphasis on meeting AEPP objectives
and the requirements of AFR 40-S.

(8) Ensure that appropriate AEP training is pro-

e |
ARS

vided to managers, AEP personnel (inclndmg SEPMs),

amd amscmlacrace sl o

mmwycamwuwutmswxnnm
(9) Obtsin coordination and advice from the Staff
Judge Advocate (STA) where determined appropriate.
(10) Provide input for budget development to make
mt!meons:dmhonngiveutoAEPrequmenu.
{ii) Provide ovemsight of MAJOOM aflirmative
employment efforts for employces covered by formal
4. Installation Chief, Affirmative Employment, is
responsible to the Civilian Persomnel Officer and will
accomplish the following:
(1) Develop and administer an AEP, including pro-

gram evaluation ss outlined in AFR 40-§

ans ae Vv @

AFSC-\@ Serve as responsible official for preparation of

and reporting on the installation AEPP in comjunction
with SEPMs, members of the CCPO staff, and func-
tional managers. Coordinate with and advise manage-

ment Affiriale e scmlnatinm Al eann
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wls Lrommm ocomnemneiodoce
wuls 101V COLEpPUBIwUI,
determinations of underrepresentation, development of
program objectives to eliminate underrepresentation, and
evaluation
3) lncm\)mcuonwiththeumnmgfnncuon.pm-

arssda 22 -" at _ e . ___f _@&n._

Viiss appuupruwutuung uu:uvmlupexmunw
staff members, managers, supervisors, SEPMs, and
members of the EEO committee.

(4) Develop a formal training plan and appropriate
m description addenda for newly appointed

(5) Ensure that installation media include articles
on the AEP, including SEPs.

(6) Maintain contact with appropriate community
groups to ensure awareness of issues and establishment
of constructive relationships. Host meetings with com-
munity groups and provide briefings on status and objec-
tives of the AEP.

(Y] Paﬂldpneinbudgetplmmngm@mreade-
qmtcprognmruouma.

(8) Supervise and provide technical gmdance to
SEPM;.

ot

pusl SEP

A devel n
SEXFM, gevelop annual

wsmn and

abiianed
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including speczﬂc activitics and target data. resources
required, and criteria for evaluating program achieve-
ments.

(10) Obtain coordination and advice from the SJA,
where determined appropriate.

(11) Ensure that staffing efforts are supportive of

é'
é
gt
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A%<\ (A0) Responsibilities of the SEPM. These include the

HEPM, FWPM, BEPM, HIPM, Asian American and
Pacific Islander Employment Program Manager, and

A maricran Tndian .n:l Alacban N.hn- Remmlnormens Do
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gram Manager. An FWPM, HEPM, BEPM, and HIPM
will be designated at each installation, MAJCOM, and at
HQ USAF. Where the need is determined, additional
SEPMs may be deligmted

& et IO AW T A TY QNS o A
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the supervision of the Air Force Chief, Staffing,
Deveiopment and EEO Division, Directorate of Civilian
Personnel to provide Air Force-wide leadership in
implementing the SEPs, including the following duties:

(1) Assist in the development, impiementation, and
evaluation of the Air Force AEP to ensure inclusion of
objectives directed towards recruitment, employment,
and advancement of underrepresented groups.

(2) Develop recommendations to enhance person-
nel processes affecting the recruitment, seiection, utiliza-
tion, training, and advancement of underrepresented
TSP

(3) Advise the the Chief, Development
and ERO; and other HQ USAF officials who have pro-
gram responsibility for or an interest in matters affecting
the employment and the advancement of under-
represenicd groups.

(4) Provide coordimation with OPM, DOD, and
other federal agencies and interested organizations on
issues concerning the respective SEPs. Maintain contact
wnhnppropﬁnﬁespeelal-inmm

(5) Analyze and evalusic personnel daia for pur-
poses of developing initiatives and providing policy
direction, and provide information on the employment
of underrepresented groups for inclusion in reports,
briefings, and public media.

(6) Develop guidance on the deveiopment, imple-
mentation and evaluation of SEP objectives.

b. MAJCOM SEPMs. MAJCOM SEPMs serve
under the supervision of the Chief, Afirmative Employ-
ment,maeoomphhn.dﬁefonowmgdntw&

(1) Assist in the development of MAJOOM AEP

guidance to ensure inclusion of specific actions to elim-
hnmnmlg_fmmmtnimnfﬂ\emtnlm
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) Ashtmthcevaluauonofinﬂnlhnonmh'
(3) Advise management officials on the program
status and unigue problems of underrepresented groups.
(4) Develop guidance for installations on the

develonment. imnlementation and evaluation of SEP
“'“v.'““ mm’ WV EAMALEWAL Al Tl




objectives.
(5) Initiate and maintain positive contacts with
other governmmt agmcxu and pnvnte organizations

e A =2 P, Py

concerned with or mvmg an inieresi in the cmpioyment
and advancement of underrepresented groups and act as
command lisison with appropriate special-interest
groups.

(6) Analyze data and evaluate progress toward
meeting program objectives at least quarterly and parti-
cipate in MAJCOM onsite evaluations, as required.

m Prenare and submit renorts and bpresent

b . o swp— b d hind i Fm——=
(8) Maintain working relationships with and coor-
dinate the activities of SEPMs within the MAJCOM.

Fst-\(c) Installation SEFMs. Installation SEPMs serve

nndar tha oncoriresnan nf tha imetallatine Chiaf
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Affirmative Employment, in accomplishing the following
duties:

(1) Obtain management’s support by keeping them
aware of prognm objectiva and accomplishments.

(Z) Asmi W ihc deveiopmeni of alfirmaiive
employment initiatives, in conjunction with SEP initia-
tives, to address the problems and concerns of under-
represented groups in the work force.

&)] Idelmfy pounml or exutmg problems and
artificial and architectural barriers which impede the
advancement of minorities, women, and the handicapped
and recommend corrective action.

(4) Assist in the counseling of minorities, women,
and the handicapped about career opportunities and
encourage them to participate in self-development and
continuing education.

{5) Encourace mansosment to unes the Ilnwaed
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Mobility Program and job restructuring to provide
opportunitics for employees who are in lower graded,
dead-end jobs to progress to their highest potential.

6 Communmtc to management, employees, and

onrmmntniter Sun P mamn ol men aashhiak eastl
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enhance the employment of minorities, women, and the
handicapped.

gesc-\(D Jointly with the AEP Chief, develop annual

SEP objectives and a plan to accomplish those objec-
tives, including specific activities and iarget dates,
resources required, and criteria for evaluating program
achievements.

(8) Participate in the development of the installa-
&onhdgettoemureoomdmﬂmofSEPobmva.

(9) Publicize the objectives of the program to
increase management’s awareness of the economic

advantages of fully utilizing the talents of all employees.

AFR 40-713
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(10) Ensure that recruitment efforts include sources

most likely to produce qualified minority, women, and

handicapped candidates and actively recruit qualified

mma A2 a o L oo a9 3. Ron AL . o oo B
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represented.

(11) Maintain contacts with minority and women's
colleges, universities, groups, clubs, and professional
aorganizations.

11. Publicity Requirements:

a. The civilian nﬂ':nnnel officer will make sure that

the information luted below is accessible to all employ-
ees and is permanently posted on official bulletin boards:

(1) Appropriate local directives including the
commander’s policy statement and those portions of the

ADD’D —.L-nl- atate the wvnarens abhicovticen Af tha hoas ~Ae

orpnintion.

AFsc(@) The names, organizational assignments, and

duty telephone numbers of the installation Chief,
Affirmative Employmem, and SEPMs.

{(3) Tnc iocation and coniaci poini where AEFF
backup material and this regulation may be reviewed.
b. Duty telephone number of the Chief, Afirmative
Employment, will be published in the installation tele-
phone book.

12. Program Mansgement Dsta. Personnel Data
System-Civilian will be used to generate data reguired
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for management of the AEP, whenever possible. The
data may be used for AEPP development and to advise
managers, EEO committec members, and other
appropriate groups of AEP status; and may include

wnrlr framra snmaneitian and underrenecaentatinn aan
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centages, frequency distributions, and simple (nonregres-
sion) trend analyses. An installation proposal to develop
8 more statistical analysis will require the
approval of the commander (as defined by AFR 40-102).

The crccccccdon wslll wad coccmeea 1 eaclabhmeds

The COmMmMandes Wil not approve thc proposal without
requiring the servicing CCPO and SJA to assess the
risks, costs, and benefits of developing such information;
issuing specific instructions as to the dissemination of
such information; and obtaining MAJCOM approval.
The MAJCOM will approve such a proposal only after
consulting with HQ USAF/DPCS.

13, Reporting Requirements EEO and AEP Activities,
RCS: HAF-DPCAR)7T111. EEO and AEP activitics
wili be reported on an “as required™ basis. This report
control symbol will be used for all AEP reporting
requirements from the MAJCOMs and CCPOa.
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BY ORDER OF THE SECRETARY OF THE AIR FORCE

OFFICIAL CHARLES A. GABRIEL, Genenal, USAF
Chief of Staff

NORMAND G. LEZY, Colonel, USAF

SUMMARY OF CHANGES

This revision updates and incorporates the changes promulgated by merging EEO and Affirmative Action Programs
with stafing (paras 3, 4, §, 6, 7, 8, 9, and 10); includes the program for employment of the handicapped under this
regulation as an SEP (paras 2, 7, 9, and 10); clarifies duties and responsibilities of the activity commander, EEO Com-
mittee, Affirmative Employment personnel, and SEPMs (paras 6, 7, 8, 9, and lO)-nndmcludespropctuseofpmmm
management data (para 12).
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